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A B S T R A C T 
This study is designed to observe relationship between organizational slack resources with 
subjective wellbeing at work. Words subjective wellbeing at work (SWB at work) and job 
satisfactions are used interchangeably in this study. This study found positive relationship with 
slack resources and financial performance of the organization which leads to job satisfaction at 
work. Organization size, age, high, medium and low slack resources are employed as control and 
independent variables. Data reliability, Composite reliability, Common method bias was checked to 
avoid issues for self-reported data. The construct developed in this study were measured on 
established measurement items with strong basis in the literature which amended only to extent that 
suits the regional context. Results support the constructs developed in this study and we found 
positive and significant relationship between employee wellbeing at work and better financial 
performance with slack resources. 
© 2013 xxxxxxxx. Hosting by Elsevier B.V. All rights reserved.   
 
1. Introduction 
The viability of every industrial and business organization solely depends 
on the capacity utilization and development. An organization that does not 
concentrate to improve their capacity of the people and processes shall 
soon vitiate by competitiveness and changing market dynamics. However, 
it is costly to enhance capacity by introducing new technologies, buying 
new machines and afford high-price on employees’ skills purchases. 
Therefore, Performance of the human resources in any organizational has 
long been a cardinal subject of organizational theorist and psychologists. 
Performance of human resources is openly consistent with individual 
levels of subjective wellbeing [1].  
 
Review of all relative literature revealed that variances in internal and 
external factors of organization’s characteristics always interplay between 
employees’ experience in workplace and their subjective wellbeing. The 
positive and balanced combination of people, processes and mechanical 
resources can improve the dimensions of the organization in all terms and 
so for the organization slack of resources is leading point due to utilization 
and exploitations of slack resource level which may affect their growth 
and expansions [2] and at least slack should be consider as benign benefit 
to employees to increase creativity or performance standards. Though, [3] 
and [4] both state that the concept of slack resources is an associated idea 
as a solution to retrenchment and fiscal stress.  
 
Numerous studies conducted and conforms previous findings concerning 
slack resources and environmental contexts [5], [6], Organizational 
characteristics [7], [8], [9]; Firm Exporting Behaviours [10]; Performance 
[2], Innovation and performance [11]; Political behaviors, Organizational 
size, Perceived threats, Market munificence, Stable and Unstable 
Internal/External Environment and Financial performance [12]. Although 
previous studies improve the context of slack resource relationship with 
different organizational and business theories and produced useful insights 
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but linkages with job satisfaction was not investigated. Slack resource 
allocations are mostly depending on organizational competitiveness [2]. In 
Pakistan, slack resource allocations and its likely influence on employees’ 
wellbeing is not gauged and investigated, particularly in sugar industry 
where operational working tenure remains between 110-140 days in a 
year. Sugar factories remain operational from October to Marc of every 
calendar year and rest of majority of work tenure spend on preventive 
maintenance, project scheduling, target setting, product scheduling and 
forecasting which is directly related with demand and supplies of all sort 
of resources [13]. Defined all such activities inclusive of slack resources 
as “smoothing or absorbing environmental fluctuations and difference 
between slack and other buffers is the nature of activity employed” [12, p. 
603]. 
Competitiveness of organization cannot be maintained without optimal 
required slack resources. Human resources and better labor relationship 
within the organization is the key component for the development and it is 
necessary to consider the influence and effect of employees to avoid 
inconsistency in desired outcome. [14, p. 37] suggested that “It might be 
more valid (from the standpoint of causal inference) to trace several 
organizations' changes of behavior associated with respective changes in 
slack than to take a cross-sectional approach comparing the behaviors of 
organizations having different absolute levels of slack”. This demonstrates 
the need to study interactions between slack resources with job 
satisfaction at work. 
 
This study aimed to examine the relationship between slack resources 
regardless of their high, low or moderate quantity and employees’ job 
satisfaction at work (SWB at work). Whilst, this study focused on sugar 
industry of the province and based on survey data to investigate whether 
slack resource contributes towards the wellbeing of employees. Further, 
potential and available slack resources relationship with employees’ job 
satisfaction investigated and available dataset is examined in a novel way. 
Resultantly, a fortuitous finding about the correlations was interpreted by 
applying different techniques to process the existing dataset. We 
employed an empirical analysis based on sample from 16 sugar factories 
with 572 participants in Sindh province of Pakistan to test existent 
research outcome.   
 
Summarizing the main findings, this study established that financial 
performance with available and potential slack resources has positive 
correlations with the subjective wellbeing at work. Whereas Workplace 
demands and negative experiences are going to relate negatively to 
individual levels of subjective well-being at the within-individual level. 
The demographic variables, job strain, negative affectivity and 
neuroticism, role conflict, workload, financial constraints and part of 
available slacks were also significantly related. The organizational size 
and organizational age were established to moderate the effects of job 
satisfaction. The past studies also confirm that the organization size and 
age is significantly correlated with job satisfaction and results yielded in 
this study were also significant to that effect.  
2. Theoretical background and hypotheses 
The concept of slack resources traced out its roots from the organizational 
theories and  Chester Barnard described slack resources in his functions of 
the Executive (1938).  He stated that executives might receive 
inducements greater than what they contribute to their company [15]. 
Slack is ‘‘the difference between total resources and total necessary 
payments’’ [16, p. 39]. Slack resources in the organization are the “pool 
of resources in an organization that is in excess of the minimum necessary 
to produce a given level of organizational output” [17, p. 604]. We have 
also consider [14, p. 29] proposed definition of March (1979) about 
organizational slack as;  
“Since organizations do not always optimize, they accumulate spare 
resources and unexploited opportunities which then become a buffer 
against bad times. Although the buffer is not necessarily intended, slack 
produces performance smoothing, reducing performance during good 
times and improving it during bad times [Quoted in Stanford GSB, p. 
17]”. 
 
There is an apparent difference between three kinds of organizational 
slack; available, recoverable and potential slack [14]. Available slack is 
something which is yet to absorbed in operations “such as excess 
liquidity, and can therefore be easily retrieved if needed for alternative 
use; In contrast, recoverable slack is slack that is absorbed in operations, 
such as overhead expenditures, and therefore managers have less 
discretion to use this quickly when necessary” [18, p. 4]. Whilst potential 
slacks “due to their nature of availability and as such acquired outside of 
the organization potential slack (e.g. organization’s borrowing capacity) 
are least accessible for managers” [18, p. 6]. [14, p. 31] also treated “slack 
sometimes as something that both follows and promotes success, and 
sometimes as an analog for inefficiency” and he hypothesized that the 
“correlation between “success” and slack is positive, up to a point then 
negative and relationship is culvinear”. [14] reviewed slack as; 
 
“an independent variable that either "causes" or serves four primary 
functions: (1) as an inducement for organizational actors to remain within 
the system, (2) as a resource for conflict resolution, (3) as a buffering 
mechanism in the workflow process, or (4) as a facilitator of certain types 
of strategic or creative behavior within the organization” (p-31). [17] 
define and stated that;  
 
“Slack as pool of resources in an organization is in excess of the 
minimum necessary resources to produce a given level of organizational 
output. These slack resources include excess inputs such as redundant 
employees, unused capacity, and unnecessary capital expenditures. To 
increase output unexploited opportunities such as additional revenue and 
profits may be included, that might be derived from customers or from 
innovations that push the firm closer to its technology frontier” (p-32). 
 
The optimum level of slack resources was hypothesized by [2] and in his 
study he determined nonlinear inverted N-shaped relationship between 
slack resources and organizational performance. According to [2] slack 
resources are negatively related to organizational performance when 
resources are low or high side and positively related when slack resources 
are moderate. There would be a problem with this approach, however. 
According to [16] slack are resources which are surplus over “the cost of 
production that is stored in the organization for some future use” (p-36). 
[11] stated that; 
“slack resources facilitate innovation because innovation activities 
consume resources, and the risk associated with innovation can be better 
borne by those firms that enjoy greater slack resources” (p-473).  
 
Therefore there negative relationship with organizational performance is 
need to be further investigated elsewhere. At this point, we mention here 
that this study is limited to consider indicators of internal sources of slack 
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only and being absorbed resources human resource slacks positively 
affects a company’s future performance [19] and companies with financial 
and human resources will be able to respond more quickly to emerging 
opportunities than their resource-constrained counterparts [20]. 
 
2.1 SWB at work, Slack and Financial Performance 
 
“A happy worker is a productive worker” [21]. The first rule of good 
management is to keep people impress, inspire and happy by taking away 
fear, pain and worries from their workplace and the organization. Profits 
are somewhat related with productivity but productivity, by itself is sheer 
profit. Whilst, in any organization, the cardinal reasons of production are 
performance, resources, and energy; even small efforts to reduce materials 
and energy consumption can bring significant results [22]. Whilst 
theorists for good management maintained that there is a high correlation 
between good management practices and good employee relations which 
might be expected to enhance moral, productivity and positive subjective 
wellbeing [23], [24].  
Further theorists also posited that organizational, workplace resources and 
subjective wellbeing at work place are positively associated [25, p. 125]. 
However, the antecedents of job satisfaction produced several theories 
concerning causes of job satisfaction in the organizational literature. Also 
Job satisfaction is associated to “an impressive array of workplace 
behaviors” [26, p. 404]. However, situational theories, which hypothesize 
that job satisfaction results from the nature of one's job or other aspects of 
the environment and people expect that “slack now and in the future are 
more nearly equal” and this concept barring some change in employment 
or family status, supply and demand of money are relatively constant over 
time, and people are aware” [27, p. 28].  
 
Situational theories also hypothesized that “job satisfaction results from 
the nature of one’s job or other aspects of the environment” [26, p. 398]. 
Researchers have taken organizational slack resources as “other aspects of 
environment” and attempt to correlate OSR with SWB at work.  The job 
characteristics theory (JCT) indicates five core job characteristics and this 
perception make this study straight as JCT affect job related outcome 
through psychological state of experienced meaningful of the job, 
responsibility of the outcomes and knowledge of results and all as a 
consequence of  financial performance [28]. There are many facets of job 
satisfaction as recognition, working conditions, management, company 
policies [29] and considering them over all job satisfaction is consists of 
specific satisfaction in various domains. SWB at work is a “latent variable 
in that it is likely that people's overall attitude toward their job or work 
causes specific satisfactions to be positively correlated and enhanced 
individual life as well as organizational effectiveness” [26, p. 399].  
 
Every organization reflects the emblem of coalition of man, machine, 
methods, and materials and all of them dominate the activities of the 
organization [12]. Whereas literature, [30] summarize the eight 
definitional characteristics of organization coalitions: (1) interacting group 
of individuals, (2) deliberately constructed, (3) independent of the formal 
structure, (4) lacking formal internal structure, (5) mutual perception of 
membership (a knowledge of who is in the coalition and who is not), (6) 
issue oriented, (7) external focus, with (8) concerted member action. 
When we consider slack resources as physical entities such as cash, 
people, non-obsolete inventory, machine capacity, and so forth [12]; these 
are basically resources which are surplus over “the cost of production that 
is stored in the organization for some future use and payments to the 
members of the coalition in excess of what is required to maintain the 
organization" [16, p. 36]. 
 
Availability of financial or other slack resources provides opportunity for 
companies to invest for the betterment of employees’ relation, 
organizational internal and external environment and other social 
activities [31]. Consequently, workplace resources inclusive of increased 
job control, perceived social and organizational support improves and 
develops employees SWB positively and reduces job experienced strain 
[25]. Whist income is supposed to be associated with SWB “because 
higher levels of income are typically associated with better living 
conditions, increased need satisfaction and economic well-being is likely 
to be strongly correlated,” [32, p. 457]. Intrinsic human needs like 
autonomy or relatedness are linearly increases positive SWB through job 
satisfaction and resource allocations [25]. The usage of slack resources by 
the management determines the advantages or detriment of resources as 
slack is not either beneficial or harmful in itself [18]. [31] suggested that 
better financial performance would be predictor of better corporate social 
performance and better social performance stem from the allocation of 
slack resources into the social domains, poor employee–management 
relations have significant deleterious impacts on organizational financial 
performance. The provision of capital or the conversion of skills, 
technology and processes into the capital with assessment of stocks and 
dividends conditions and the treatment of debt or expenditure in befitting 
manners, are the emblem of an organizational effectiveness. 
 
The indicators of increases in organizational slacks defined by [14] as; 
“retained earnings (+),administrative expenses (+), credit rating (+), 
earning ratio (+),  in which positive sing means an increase in the 
indicator should signal a corresponding increase in slack. Whereas 
dividend payout (-), debt as a percent of equity (-), short term loan interest 
compared to prime rate (-), the negative sign indicates a decrease in the 
indicators signals an increase in slack” (p-38). Therefore we suggests that 
following hypotheses; 
H1. Better financial performance is significantly correlated with slack 
resources. 
H2. Slack resources are significantly and positively correlated with 
employee wellbeing at work. 
H2a. Job satisfaction is significantly and positively correlated with 
available large organizational slack resources. 
3. Methodology 
3.1 Sample & Data collection 
Questionnaire survey research method was utilized in pursuance for 
responses from 650 potential respondents of 21 sugar factories of Sindh 
province of Pakistan to test the slack resources relationship with SWB at 
work. The rationale behind to select 650 sample size is to include at least 
6 Managers, 12 supervisory staff and 12 blue collar employees from each 
sugar mills. So far in sugar industry in Pakistan, we could not find a 
published study of empirical interest that answered or relevance with this 
existing subject theoretically or physiologically associated with statistical 
results. Therefore no evidence based measure of effect was available for a 
priori power analysis; the determination of sample size, however was 
based on the researchers’ 95% confidence level and the employee 
population (within groups) in Pakistan sugar mills is approximately 
+15000 [33] keeping in view margin of error and expected response rate, 
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650 employees included out of which 572 selected. Since sugar factories 
are similar in terms of their crushing capacity, mills size, geographic 
scope, and competitive position. Out of 21of16 sugar factories responded 
or selected for this study.  
 
The responses of 572 employees of various ranks were complete and 
usable (response rate=88%). The participants completed the measures of 
all items and the demographic variables in survey questionnaire. Mean 
age 33.2 years and SD =1.2 was reported. Whereas average service tenure 
of 21 years was 25% of total sample population with SD=1.6 was 
reported. Responses on SWB at work was gauged traditionally on five 
point Likert scale from strongly Agree (5) to strongly Disagree (1). 
Descriptive statistics are summarized in Table 1 to Table 5.  
 
Table 1. The Distribution of Respondents' Designations 
Respondent Numbers Percentage 
General Managers 11 1.9 
Head of Departments 71 12.4 
Senior Mangers 88 15.3 
Senior Officers) 136 23.7 
Others 266 46.5 
Total 572 100% 
 
Table 2. The Distribution of Respondents' Educational Background 
Respondent Numbers Percentage 
M.Phil. or PhD 2 0.4 
Post Graduates 112 19.6 
Graduates 84 14.7 
Intermediates 166 29.0 
Matriculates 208 36.4 
Total 572 100% 
 
Table 3. The Distribution of Respondents' Factory Size 
Factory Size Numbers Percentage 
10 to 1200 TCD (Large) 3 18.7 
7 to 9000 TCD (Big Size) 7 43.7 
5 to 6000 TCD (Medium Size) 5 31.2 
3 to 5000 TCD (Small Size) 1 06.2 
Total 16 100% 
 
Table 4. Age of Respondents 
Age Numbers Percentage 
17-22years 55 9.6 
23-30years 128 22.4 
31-40years 235 41.1 
41-48years 81 14.2 
49-59years 49 8.6 
60 & above 24 4.2 
 
The service tenure in an organization is the logical indicator of 
organizational commitment; therefore researcher took particular note of 
service tenure in organization of sample population. A detail of sample 
population’s service tenure is shown in Table 5.  
 
 
 
 
Table 5. Service Tenure in Factories 
Service Tenure  Numbers Percentage 
 
Less than Year 69 12.1 
1-3 Years 55 9.6 
3.1 to 6 Years 81 14.2 
6.1 to 10 Years 130 22.7 
10.1 to 20 Years 94 16.4 
20.1 Years & above 143 25.0 
Total 572 100.0 
 
Methodical intensive and in-depth efforts were made to collect reliable 
data. The data was collected from the distinct sources. Firstly data of the 
respondent sugar factories was retrieved from their open access websites 
and same was confirmed from open access of Pakistan Sugar Mills 
Association and Pakistan Society of Sugarcane Technologists websites. 
Secondly RT4 (Crushing Seasons Technical Results of Sugar Mills on 
prescribed forms) was requested and obtained from respondent sugar 
factories and financial reports from Karachi Stock Exchange being a 
public documents. Personal visits were also conducted for face-to-face 
interviews concerning any clarity required in the questionnaire survey and 
about slack resource and financial performance of the organization.  
 
Interviews with senior management transpired that they have not deep 
understanding about factories slack resources but they have good 
knowledge about company’s financial performance and activities and 
responses to the questionnaire actually demonstrate the factory’s 
conditions. The response rate of participants employees was 88% and 
sugar factories was 76.2%.  
 
So as to assess the nonresponse bias, responding sugar factories compared 
with the non-responding factories and found no significant variances in 
terms of size, employee numbers, assets and products. Since the sugar 
factories were similar in terms of their crushing capacity, mills size, 
geographic scope, and competitive position and comparison, therefore 
based on researchers’ observations and assessments, this was evidently 
sufficient reason to satisfy the researchers’ demand of better 
representative samples are used in this study. 
 
3.2 Variables Measures 
 
3.2.1   SWB at work or job satisfaction. [26], [34] Diener et al., (2003) 
indicated that “a multidimensional approach to the measurement of 
subjective well-being is appropriate, as subjective well-being has been 
described as “broad category of phenomena,” which is distinct yet related 
in a higher order fashion (p-277). Such approach is adequate as “this 
approach define both positive and negative aspects of wellbeing thus 
providing a more complete representation of the construct and more 
credible data” [25, p. 74]. Subject Wellbeing at work was measured as job 
satisfaction and we have used a reliable five-item version of this scale that 
summarized their happiness, satisfaction and fulfillment in life. The five 
items are “(1) I feel fairly satisfied with my present job (2) Most days I 
am enthusiastic about my work (3) These are the best years of my life (4) 
I find real enjoyment in my work (5) I consider my job to be rather 
unpleasant” (reverse scored)”. Job satisfaction was analyzed with 
available organizational slack resources. Average score for each 
individual who participated in this study was measured with 
organizational slack resources and financial performance. The total scale 
alpha reliability coefficient for all dimensions has been found as α=0.82. 
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3.2.2 Organization’s Performance. Numerous measurements on 
organizational performance are available in organizational literatures [2]. 
In sugar factories most of the financial performance can retrieve through 
crushing season’s end reports, published on prescribed format also called 
RT4. This financial data allows management of sugar factory to observe 
financial activities of their competitors and comparative performance of 
their factory. This study focuses on SWB at work; therefore items which 
directly influence the job satisfaction were utilized to measure 
organization performance (1) Net profit (2) Sales growth and (3) Assets 
Profits. Items like “Increase in net profit by 10% will make you more 
satisfied at work” and “Your confidence, commitment and engagement 
level will enhance, if your factory made extra resource available to you 
for future use?” and “you feel more satisfied at job when crushing 
capacity of your factory enhanced”. In the questionnaires the answers 
were measured on five-point Likert scale ranging from 1, strongly 
draggle, to 5, strongly keep ahead. The Cronbach’s coefficient alpha for 
this scale is 0.935. 
 
3.2.3   Slack Resources. “It is difficult to measure slack directly because 
slack can be deployed at any time in a variety of ways” [17, pp. 1252-53], 
[35, p. 31]. However, to measures slack resources from the use kinds of 
resources in addition to the transformation efficiency perspectives and 
among different uses of the resources and reflecting the use range of 
resources. 
 
To measure the level of slack resources we employed items like (1) 
Assume that due to some sudden development, 10% of the time of all 
people working in your department has to be spent on work totally 
unconnected with the tasks and responsibilities of your department. How 
seriously will your output be affected over the next year? (2) Assume that 
due to a similar development, your department’s annual operating budget 
is reduced by 10%. How significantly will your work be affected over the 
next year? (3) "Suppose your organization were facing an economic crisis, 
by what percentage would you be willing to allow your salary to be 
reduced before you would actively search for a position elsewhere? We 
applied Nohria and Gulati, (1996) method to measure slack as "in both 
cases, managers were given five choices ranging from 1, "output will not 
be affected," to 5, "output will fall by 20% or more." The midpoint 3 
could be chosen to indicate that “output would fall by about 10 percent”; 
the same could also be used as the proposed reduction in resources” (p-
1253). Also utilized items concerning resource sharing like (4) The 
resource sharing level of various departments within the factory is very 
high; (5) “New uses of existing resources in a factory are often found”. On 
five points liker scale answers were measured and the Cronbach’s 
coefficient alpha for this scale is 0.877. 
 
3.2.4   Financial Performance [31]. Various methodological techniques 
are available in organizational literature to measure financial performance 
of any organization. However traditionally financial performance was 
measured by accounting variables of increase of Market Share (IMS), 
return on assets (ROA) and return on sales (ROS). 
 
3.2.5  Control Variables. The size of organization always effects on 
performance, so characteristics of organization like size and age was 
operationalized as older organizations are expected to possess large 
amount of slack resources as compare to young organizations [2, 10, 36, 
9].  Also organization size has significant influences [37]. Employees’ 
service tenure is emblem of his or her commitment with the organization 
and job satisfaction [32] included as control variables and finally 
chronological age of participants also included as dummy variable to 
control for the effects. 
The effects reported here may also depend on the performance or size of 
an organization.  
 
3.3  Variance Components (Common Method Bias or error)  
 
To test and avoid common method error in our cross-sectional data [38] 
and to delineate the causal relationship implied in our theoretical 
construct; we conducted a variance components analysis to confirm there 
was acceptable variance in each item and variable level to proceed with 
hypothesis testing. In terms of the SWB at work or job satisfaction scale 
measured in this study and found to have sufficient levels of within person 
variance ranging from 28.02% to 34.26%; Organization’s performance 
scales, estimates of variance proportions ranged from 26.28% to 38.49%; 
Slack resources variance was also found to be adequate 32.95% to 
43.18%. Finally, in terms of the financial performance scale variance level 
was found 31.59% to 44.88%. 
 
3.4  Reliability  
 
Data reliability examined and checked within the recommended cut-off 
values and therefore self-reported measures are acceptable and reliable in 
the absence of archival data [5, 2, 39]. Therefore, it was certain through 
data and composite reliability tests that information received was neither 
under-reported nor over-reported by any consistent margins [2]. 
Cronbach’s alpha was employed to test the data reliability and composite 
reliability was checked through inter item consistency correspondingly 
internal consistency method was gauged with Cronbach’s alpha. A 
reliability coefficient above 0.70 was normally considered acceptable 
[40].  
 
The Cronbach’s alpha values are found more than 0.85 (Table, 6) and the 
construct developed in this study were measured on established and 
validated measurement items with strong basis in the literature amended 
only to extent that suits the regional context [2]. Therefore, results yielded 
good logical and consistent psychometric properties in the hypothetical 
constructs. 
4. Analysis  
Hypotheses tested on methods as assumed and adopted by [17] , [41], [11] 
[2] and [25]. They used series of regression equation model inclusive of 
independent variable on various steps to process hypothesis testing. 
Statistical Packages for Social Science and Analysis of Moment 
Structures (SPSS & AMOS) version 21 for Windows was employed to 
conduct various statistical tests. Exploratory factor analysis was used to 
test the every index. Regression analysis conducted utilizing stepwise 
method and all variables were tested for homogeneity and standardization 
before regression. The results of hypothesis testing summarized in Table 6 
to Table 8. 
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Table 6 Factor Loading & Cronbach’s Alpha 
 
Table 7 Mean, SD and Correlations 
Variables Mean SD 1 2 3 4 
Factory Age 3.125 .957     
Factory Size 2.250 .856 0.88    
SWAW 3.937 1.113 0.265 0.285   
OGPR 3.746 1.166 -0.094 0.127 0.172  
SLRS 4.114 0.994 0.268 0.195 0.175 0.384 
p <0.001, p <0.01, p <0.05, p <0.10 
 
Note: SWAW=Subjective wellbeing at workplace; OGPR=Organizational 
Performance; SLRS=Slack Resources 
 
Table 8 Regression Summary of Slack Resources and SWB at Work 
Variables Model1 Model2 Model3 Model4 
SWAS 0.430    
OGPR 0.477 0.943   
SLRS -0.408 -0.372 -0.348  
Factory Size 0.274 0.276 0.302 0.314 
Factory Age 0.253 0.184 0.166 0.131 
F 3.273 7.112 6.081 6.664 
R2 0.223 0.529 0.474 0.557 
Adjusted R2 0.149 0.372 0.398 0.487 
p <0.001, p <0.01, p <0.05, p <0.10: NB: Standardized Coefficients  
 
Note: SWAW=Subjective wellbeing at workplace; OGPR=Organizational     
Performance; SLRS=Slack Resources 
5. Results 
The results of descriptive statistics are summarized in Table 1 to Table 5 
whereas factor loading, correlation and regression results are shown in 
Table 6 to Table 8. EFA (exploratory factor analysis) indicated high factor 
loadings from 0.82 to 0.93 and alpha coefficient was 0.87 to 0.91 and each 
index is in accordance with requirement of hypotheses testing. No 
multicollinearity problems and heteroscedasticity issues detected (relevant 
test data are ignored) and all hypotheses from hypothesis 1 to hypothesis 
2a are supported by these testing.  
 
Assessment of the mediation effect for H2 and H2a; we proceeded to 
analyze predicted SWB at work from available slack resources with 
controlling for the size of organization partially mediated the effects of 
job strain (x for the significance of the mediated effect) x= 2.27, p < .05 
and x = 2.47, p < .01, respectively; the SWB was also analyzed to assess 
the magnitude of the organization’s age coefficients once the job strain 
was accounted for and results indicates partial mediation the effects of 
organizational age; x = 2.49, p < .05. Better financial performance is 
significantly correlated with slack resources was posited in H1. The 
employee service tenure and employee age was not found to moderate the 
relationship as expected. However SWB at work produced significant 
mitigating effect in the relationship of better financial performance and 
SWB at work as x = -.15, p < .05, x = -.06, p < .05, and x = .011, p < .05, 
as proposed in H1 & H2.  
 
H2a posited that the job satisfaction is significantly and positively 
correlated with available large organizational slack resources. 
Organizational size and age were found to moderate the effects of job 
satisfaction and available large organizational slack resource scope and as 
previous studies confirms that the organization size and age is 
significantly correlated with job satisfaction and results revealed that was 
also significant though in the opposite directions as; x = .07, p < .05 and x 
= -.09, p < .01, respectively. Hypothesis 2b was not supported for job 
satisfaction and available large organizational slack resource. 
 
The data did not provide moderating role of subjective wellbeing at work 
on the relationship of new and mix resources and increased market share, 
however organizational performance did a significant effect on the 
relevant factors. Mostly the main effects hypothesized in this study are in 
concurrence with outcomes despite the inconsistent support for the 
proposed moderators. 
 
Resource sharing in department and new utilization of resources are 
generally associated with increased levels of job satisfaction by these 
effects, consistent with organizational size and organizational age.  
 
Results of all 3 hypotheses shown in Table 7 & 8 and as determined by 
Goodness-of-fit and significance tests indicated that Model 4 is better than 
other models. This model contains that subjective well-being at work is 
negative when there are slack resources on the low side, positive 
relationship when there are moderate slack resources; negative 
relationship when there are slack resources on the high side (β = 6.664, p 
= 0.001; β =  0.487, p = 0.001; β = 0.314 , p =0.001, β = 0.131 , p =0.001, 
β = 0.557 , p =0.001).  
 
There was a positive workplace resources relationship with subjective 
well-being such that those with higher levels of resources are going to 
report higher average levels of well-being compared to individuals with 
lower levels of resources. In terms of individual resources, results 
indicated that tenure of service was not associated with subjective well-
being (p > .02 for all variables). Available slack levels, however, did 
negatively predict demonstrative failure (Γ2 = -.31, p < .01) and positively 
predicted SWB (Γ2= .23, p < .05). Similarly, available moderate slacks 
support was positively and significantly related to average levels of SWB 
for all subscales (Γ2 = .37, p < .01 for Small Mills, Γ2 = .32, p < .01 for 
High Financial Performance Γ2 = .44, p < .01 for Market Share, Γ2= .43, p 
< .01). These results fully support and was being in accord with [25]. The 
organization size did moderate the effects of availability of high slack on 
subjective wellbeing, but did not moderate any of the relationships of 
increased market share and employee service tenure. Employee service 
tenure showed some evidence for their role as moderators of the 
relationships contained in the model, providing a buffering role on the 
effects of ROI, financial performance and subjective wellbeing at 
workplace. 
Indicators  Factors Loading 
Factory Performance (Alpha = 0.91)  
IMS  0.874 
ROS  0.912 
ROA  0.901 
Net Profit  0.920 
Slack Resources &SWAW (Alpha = 0.877)  
RSID  0.871 
NUTR  0.915 
NAMR  0.885 
OGPR  0.937 
SWAW  0.821 
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Although this study elucidate the relationships between slack resources 
and job satisfaction at work, and theoretical perspective of organizational 
performance is not covered under the scope of this study. However results 
of this study also validates the findings of [2] considering balance and 
optimization of slack as a prerequisite for the organizational performance 
enhancing and diversity in slack resources also have distinct effects on 
performance. 
 
The summary of our discussion is precisely associated with this paper 
which contributes to the literature by theoretically in sync for a better 
specification of the slack resources while fetching in the argument on the 
role of slack in subjective wellbeing at work. This paper empirically 
addresses this issue within the context of sugar economy of Pakistan, and 
methodologically used survey techniques to achieve logical convergent 
results. This study identified that slack resources at high or medium level 
with effective financial performance of the organization significantly 
influences on the subjective wellbeing at work.  
6. Conclusion 
The primary focus of this study was to observe relationship of slack 
resources with employee job satisfaction (SWB at Work). This study 
differs from the previous studies of [16]; [37]; [9]; [11] and [2]; 
concerning slack resources and firm performances and attracts the stir of 
job satisfaction and our work to the best of our knowledge is the first 
attempt to represent the set of evidence on a relationship between job 
satisfaction and slack resources. 
 
This study is basically a little start of an intractable debate where we can 
assess the organizational slack resources in terms and relation with 
employees’ job satisfaction and other similar human resource performance 
management and dimensions. Therefore it is important to consider impact 
of slack resources regardless of high, medium or low quantity of the 
resources and regardless of curvilinear or N-shaped relationship with the 
organization. 
 
We have very briefly discussed the results and produced some interesting 
results with tables and figures. However, there is a likelihood that 
management of companies scrambles or manipulates to shore up their 
balance sheets and profit and loss statements, consequently exact quantity 
of slack resources is need to be determine with some predictors.  
The influences of different type of slack like available, recoverable and 
potential were not considered due to their diverse nature, values and 
intractable dimensional analysis. This study included male participants 
and corporate office managers which restricted the representation.  
 
Measured used in the study were based on a considerable volume of self-
reported (both positive and negative) data and information, the precision 
and correctness of which can further be substantiated. Also reasonably 
adequate or higher response rate may affect the data but how it could be 
affected is not known, whereas distinguished and adequate weighting and 
sophisticated data coding strategies have been devised to mitigate such 
affects. 
 
This study was conducted with a very clear vision and insight to observe 
relationship between employee job satisfaction and slack resources. This 
study found significant positive relationship among slack resources and 
SWB at work. This study also confirmed the positive and significant 
correlation between better financial performance and slack resources. 
However, no prominent and significance relationship observed between 
job satisfaction and available large organizational slack resources.  
 
Therefore we conclude that organizational slack resources contains 
significant correlations with organizations’ financial performance and 
organization slack resources if they are medium and low. This indicates 
sense of creativity and SWB at work; we also support [2, p. 6] perspective 
that agency theories and organization theories are insightful to suggest the 
“relationship between slack resources and firm performance” and 
employees’ wellbeing at work. 
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